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ABSTRACT 

Human Resource Management (HRM) is important for any types of organization without 

considering its size and capacity. Thus, this work has analyzed HRM ability domain practices 

in small medium enterprises at Jeddah, Saudi Arabia. The work focused on analyzing 

employee’s perceptions on the recruitment and selection practices, and also training and 

development. This work was based on quantitative method. The sample size of this work was 

34 respondents working in a small medium enterprise in Jeddah. Questionnaire was designed 

and used as data collection medium.  Based on the recruitment and selection factor, the result 

of this work showed that employees are satisfied with the policy their institution offers for the 

hiring and selection policies. In addition, there is a considerable importance placed on the 

hiring process by their institution. As for training and development, the findings showed that 

the majority agreed that institution offers opportunities for training and development. Overall, 

the employee agrees that decent HRM practice exist in their institution.  

 

INTRODUCTION 

Human capital is a significant resource for associations as they are required for 

the organization to function smoothly [1]. Thus, HRM assumes a critical job in 

keeping up association aggressiveness. Any association intends to achieve 

achievement should concentrate vigorously on HRM, enlisting, choosing, 

preparing and creating representatives [2]. Vital HRM furnishes firms with the 

inner ability to adjust and change in accordance with their focused 

surroundings by adjusting HRM strategies and practices [2]. 

mailto:ujaved@effatuniversity.edu.sa


ENHANCING HUMAN RESOURCE PRACTICES IN SMALL STARTUP COMPANIES: AN EMPLOYEE’S PERSPECTIVE                      PJAEE, 18 (14) (2021) 

 

15 
 

Instances of these arrangements and practices are enrollment and 

determination, preparing and advancement, and reward frameworks with 

business strategies. The company's capacity to create HRM practices lined up 

with business system is a wellspring of competitive nature [3]. HRM practices 

on business execution, to be specific preparing and advancement, 

collaboration, pay/motivating force, HR strategy, execution examination, and 

worker security help improve firms' business execution including 

representative's profitability, item quality and association's adaptability [3]. 

 

Enterprise is a unique idea to bind since it draws on different scholastic 

controls with varying points of view. Business enterprise can be characterized 

as the way towards making an incentive by uniting an extraordinary bundle of 

assets to exploit a chance [4].  An enterprising direction is basic for 

hierarchical survival and development in the present business environment [5]. 

Moreover, the present pattern towards learning serious ventures implies that 

aggressiveness progressively relies upon the administration of the social bases 

of individuals from associations [6]. Culture, demeanors, qualities and promise 

to workers, at that point, are progressively vital to the achievement of firms – 

of all genre and sizes [6]. 

 

HRM practice can add to understanding issues looked by the enterprising firm. 

Different precedents are the commitment of HRM practices to the survival of 

new pursuits, and the effect of asset securing, assignment and development in 

rapidly growing firms [7]. Indeed, HRM would appear to be one of the more 

fundamental administrative choice territories influencing corporate business 

enterprise [7]. 

 

Several studies have been reported on HRM practices in organization and 

entrepreneurship. Nolan and Garavan [8] evaluated the linkages among human 

asset (HR) frameworks, social atmospheres, and representative helping 

conduct, and found that HR frameworks advances social atmospheres in terms 

of inspiration and sustenance of helping conduct. Mostafa et al. [9] inspected 

the connections between representatives' view of superior HR practice use in 

their job gatherings and found that HR practice use at the specific type of 

employment group level is optimistically related. In addition, Sheehan [10] 

inspected HRM practices in terms of fundamental application for SMEs and 

found that HRM practices is found to significantly upgrade the effectiveness 

of the enterprise. Allen et al. [11] analyzed the impacts of commitment-based 

HRM practice on the execution of independent ventures and found that HRM 

application depend on pioneers' perspectives on worker responsibility and are 

identified with income development. Sajuyigbe et al. [12] analyzed the effect 

of HRM practices on execution of little scale organizations in Osun, Nigeria 

and found that money related assets and firm size were central point that had 

critical impact on reception of HRM practices. Lai et al. [13] inspected the 

immediate connection between HRM practices and private company execution 

in the United Kingdom, and found that specific HR strategies and practices 

may improve the firm’s execution. Rauch and Hatak [14] inspected the impact 

HRM practice execution of small and medium firms, and result showed a 

positive and direct connection between the organization performance and 

HRM practice. 
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The Kingdom of Saudi Arabia is biggest population region in the Middle East. 

It is one of the world's best 20 most focused economies and alluring 

speculation goal in the Middle East [15]. It is a financial monster in its area, 

with 25% of the world's demonstrated oil holds [15]. In the course of the most 

recent couple of years, business endeavors have seen remarkable development 

in Saudi Arabia where SMEs of Saudi Arabia bolster expansive associations in 

promoting and providing materials [16].  To the author’s best knowledge, 

minimal work has been reported [16] regarding HRM practices in SME firm 

of Saudi Arabia. Thus, this work has examined on how employees who work 

in SMEs in Saudi Arabia perceive HRM practices in ability domain functions 

in their workplace. This work has focused HRM practices in ability domain in 

Saudi entrepreneurial firms in Jeddah. 

 

METHODOLOGY 

The purpose of this work was to investigate and examine HR ability practices 

and the effectiveness of those practices from the employees’ perspective in 

private SMEs in Jeddah. Thus, the sample population for this study was 

concentrated on employees in SMEs who experienced HR ability practices in 

their organizations that are located in Jeddah. The total sample was 34 

employees who own or work in a small medium enterprise in Jeddah. 

  

This work utilized quantitative approach and questionnaire was used to gather 

the required information. The questionnaire was divided into three main 

sections. First section consisted of questions on employee’s perceptions on the 

recruitment and selection practices. The second part consisted of questions on 

training and development, whereas third part consisted of demographic 

information. In addition, employees were assured of the confidentiality of the 

information provided by them and that their participation is entirely voluntary. 

Descriptive method was used in this survey. The survey was sent through 

email, LinkedIn and WhatsApp to those who owns\works in a small medium 

enterprise. The data were analyzed in terms of basic statistic and were 

presented in figure form. 

 

RESULT AND DISCUSSION 

 

Respondent’s Demographics 
 

The questionnaire was distributed to employees in private sectors who work or 

own a small medium enterprise. The respondents' profile is reported as follow. 

The overall number of respondents for this work was 34, of which 35% were 

females and 65% were male employees.  The majority of the participants were 

between the ages of 20 – 30 while 44% of them were between the ages of 31 – 

40 years.  Based on Figure 1, 35% of the participants hold a bachelor’s degree, 

32% had Master’s Degree, 9% of them have PhD, and only 6% have a high 

school or a diploma. 
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Figure 1: Education Background 

 

As seen in Figure 2, the sample consisted of 82% of employees whom have 

less than 5 years of experience in their workplace, 12% of them have 5 - 10 

years of experience while the remaining 6% have more than 10 years of 

experience. Based on Figure 3, around 50% of the sample have a managerial 

level positions in their firms. 

 

 
 

Figure 2: Length Of Service 

 

 
 

Figure 3: Job Position 

 

Recruitment and Selection 
 

6% 

53% 

32% 

9% 
High school

Bachelor 's degree

Master's degree

PhD

82% 

12% 

6% 

< 5 years

5 - 10 years

> 10 years

50% 

16% 

34% 
Manager

Officer

Specialist



ENHANCING HUMAN RESOURCE PRACTICES IN SMALL STARTUP COMPANIES: AN EMPLOYEE’S PERSPECTIVE                      PJAEE, 18 (14) (2021) 

 

18 
 

In the questionnaire, participants were asked four questions regarding 

recruitment and selection. The purpose of the questions was to measure the 

selection and hiring procedure in their workplace, in which majority of the 

respondents’ answers were positive. For the first question, based on Figure 4, 

23 respondents agreed that their institution's hiring policy and process is fair, 3 

respondents disagreed and 8 respondents answered neither agree nor disagree. 

 

 
 

Figure 4: Institution’s Hiring Policy and Process 

 

Next, the second question asked whether there is a considerable importance is 

placed on the hiring process by their institution. Thus, based on Figure 5, 26 

respondents agreed, 2 of respondents disagreed and the remaining 6 

respondents neither agree nor disagree. 

 

 
 

Figure 5: Importance Is Placed On The Hiring Process By Institution 

 

For the third question, based on Figure 6, 22 respondents agreed that there are 

extensive efforts made by their institution in the selection of new 

workers\employees, 4 respondents disagreed and 8 respondents decided to 

neither agree nor disagree. As for the final question asked if their institution 

hires only the very best people for the job, based on Figure 7, 19 respondents 

agreed, 6 respondents disagreed, and the remaining 9 respondents neither 

agreed nor disagreed.  Thus, overall, employees are satisfied with the 

procedures and fairness their institution offers for the hiring and selection 

policies. 
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Figure 6: Extensive Efforts Are Made By The Institution In The Selection Of 

New Employees 

 

 
 

Figure 7: Institution Hires Only The Very Best People For The Job 

 

Training and Development 
 

In this part of the questionnaire, participants were asked four questions 

regarding their training and development practices in their organization. The 

first question was whether their institution offers opportunities for training and 

development. Based on Figure 8, 21 people responded with a yes, 3 of them 

said no, and 10 people neither agreed nor disagreed. 

 

 
 

Figure 8: Institution Offers Opportunities For Training And Development 
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In the second question asked if in their opinion, the number of training 

programs provided for employees by the institution are sufficient, based on 

Figure 9, 13 people agreed, 13 people disagreed, and 8 people neither agreed 

nor disagreed. 

 

 
 

Figure 9: Training Programs Provided Are Sufficient 

 

For third question, based on Figure 10, 16 people agreed to the question 

whether when their job involves new tasks, they are properly trained, 11 

people disagreed, and 7 of them neither agreed nor disagreed. 

 

 
 

Figure 10: Workers Are Properly Trained For New Task 

 

The final question asked if their institution provides excellent opportunities for 

personal skills development, based on Figure 11, 19 people agreed, 6 of them 

disagreed, and the remaining 9 of them neither agreed nor disagreed. 
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Figure 11: Institution Provides Excellent Opportunities For Personal Skills 

Development 

 

OVERALL DISCUSSION 

Thus, overall, this work analyzed regarding employee’s perception of HR 

ability domain practices, employees were asked about their perception on 

three main key areas in the ability domain, which are recruitment, selection, 

training and development. With regard to recruitment and selection, majority 

agree that their institution’s hiring policy and process is fair. Thus this is inline 

with the work reported by Vanhala and Ritala [17] where a good HRM 

practice will ensure that there is a fairness  in employee hiring policy and this 

will develop the performance of the organization.  

 

Next, the finding of this work showed that there is a considerable importance 

placed on the hiring process by their institution. Work done by Adam et 

al.[18] stated that HRM plays a key role in ensuring significant attention and 

detail is given to all hiring process and this was inline with the finding of this 

work. In addition, result of this work showed that majority agreed that there is 

a very extensive efforts made by their institution in the selection of new 

employees, which exhibited a good HRM practice and this is agreed by the 

work of Sajuyigbe et al.[12]  an organization that takes a huge step in 

choosing their work personnel is displaying a noble HRM practice. The final 

outcome of this work showed most respondents agreed that institution hires 

only the very best people for the job and this is inline with previous reported 

work of Lai et al. [13] where organization will demand the best employee for a 

better performance and work environment. 

 

As for training and development, the findings of this work showed that the 

majority agreed that their institution offers opportunities for training and 

development and this basic requirement of good HRM practice as reported by 

Tracey [7] and it is inline with this work. In addition, the result also showed 

that while most of participants agreed, the other half disagreed that the number 

of training programs provided for employees by their institution are sufficient. 

On the other hand, the majority agreed that when their job involves new tasks, 

they are properly trained and this is agreed by the work of Nolan and Garavan 

[8], as was stated that training is important for a new and specified task, and it 

is the responsibility of human resource to facilitate it. Lastly, the majority 

agreed that their institution provides excellent opportunities for personal skills 

development which showed a good HRM practice by the institution and this 

reflects a positive HRM action as agreed by Tracey [7] and by Nolan and 

Garavan [8] where it was reported that  a good HRM practice should provide 

enough opportunities  for the employee’s development 

 

In this part of the questionnaire, participants were asked four questions 

regarding their training and development practices in their organization. 

 

CONCLUSION  

The perception of employees who work in SMEs in Saudi Arabia on HRM 

practices in terms of its role was analyzed in this work. The analyzed work 
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focused on employee’s perceptions on the recruitment and selection practices, 

and also training and development. The outcome of this work showed that the 

respondent had decent perception of HRM practices in their institution at 

Saudi Arabia. However, this work only covered HR practices from an 

employees’ perspective in few organizations in Jeddah - Saudi Arabia. Thus 

for future work, the authors highly recommend to study a broad range of 

SMEs and examine other HRM practices domains as well such as motivation 

and opportunity to participate in decision-making. 
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